This study investigated how school librarians perceive their status within the school by Further research building upon this might further examine the relationship between head teachers, school management teams, and school librarians, as management emerged as the most influential factor of oneʼs self-perceived status.
Introduction
This paper discusses findings of research on the self-perceived status of secondary school librarians in the UK, with a focus on Scotland. The drive for this research was born out of anecdotal evidence which was unverifiable in the literature given the dearth of research on school libraries in the UK, particularly in Scotland. The aim of this research is to examine certain negative perceptions about school librarianship, observed in a small group of school librarians met by the researcher during a work placement, and investigate to what degree school librarians across Scotland and indeed, the UK, share these perceptions.
Objectives include surveying school librarians across the UK, asking them about their perceptions of their jobs and their role within the wider umbrella of librarianship. The negative perceptions about school librarianship observed include:
· that school librarians hold the lowest status of all types of librarians;
· that school librarianship is a temporary post that one should escape or else risk "getting stuck"; · that school librarians are respected less than other librarians;
· that the success of the library depends entirely on the personality of the librarian; and · that senior management largely do not understand or value the school library.
Many of these perceptions paint a rather negative picture of school librarianship. These perceptions were held consistently across the council in different sites, however, no studies have previously been done in this area, so there is no academic research available on the perceptions of school librarians. The hypotheses for this project, therefore, are:
• school librarians are dissatisfied with their jobs;
• school librarians feel they are stuck in their positions until retirement;
• if given the chance, most school librarians would choose a different career;
• school librarians do not feel respected by their supervisors;
• school librarians are isolated from their school communities and from the library community as a whole;
This study was carried out from June through August 2008. School librarians very often work year-round and do not have the summer holiday schedule of teachers, so it was known that many would be available to participate. A mixed methodology was chosen in order to obtain as much information as possible. This methods used comprise a review of current and historical literature, and a UK-wide survey in the form of a questionnaire.
Literature Review

Impact and importance of school libraries
Why are school libraries so important? Why do good school libraries matter? There is little research on the impact of school library provision in the UK, and no national picture of provision in Scotland (Knowles, 2002, p.177) . As such, attention will be paid to impact research performed in the US, where most impact research has taken place, and also Canada. A study undertaken in Alaska public schools in 1997-8 found a correlation between higher test scores and: schools with a professional librarian, the number of hours the librarian is on duty, higher levels of library staffing, library staff dedicated to information skills instruction, and the number of information skills lessons the students receive. (Williams, Coles, & Wavell 2002, p13) The themes in the Alaska study are repeated in other studies in Iowa, Illinois, Indiana, Massachusetts, Michigan, Minnesota, Missouri, New Mexico, New York, Ohio, Oregon, Pennsylvania, Texas, and Wisconsin, as well as in Ontario in Canada (see Rodney, Lance, & Hamilton-Pennell, 2003 and Lance, Rodney, & Hamilton-Pennell, 2000 , among others in Library Research Service, 2008 Other impact studies performed in the US and Australia also demonstrate the positive impact on student achievement made in schools with qualified librarians (Smalley, 2004; New York Library Association, 2008) as well as the impact made by well-funded, well-staffed school libraries (Australian School Library Association, 2003) . Having good school libraries correlates to higher student achievement, more students who read for pleasure, students with better reading and study skills, and students with a better self-concept (McCracken, 2006) .
School Libraries in Scotland: the influence of the Stimpson Report
The provision of school libraries and school library services has, since the late 1970s, been quite different in Scotland compared to the rest of the UK, largely due to the influence of the Stimpson Report. The Stimpson Report, published in 1976 for the Scottish Department of Education, is widely cited as one of the most influential works in the history of school libraries in Scotland (among others, see Valentine & Nelson, 1988 , p.4 & Carroll, 1981 . The most influential of the recommendations made in the report is that each secondary school should have a centralised resource centre staffed by a professional librarian in schools with over 600 pupils, or a qualified library assistant in schools with fewer than 600 pupils (Stimpson, 1976, p. 24) . There was already support for such an idea, as evidenced by the Glasgow-based report by the Working Party of Secondary School Libraries, which recommended that a chartered librarian staff each secondary school library (1974, p.15) . Currently, Scotland is the only place in the UK where school libraries are statutory, but nowhere in the UK are schools required to hire qualified librarians (Owen, 2009) . Recent research indicates that in Scotland, 29 of 31 responding councils (out of a total of 32 councils) make a practice of hiring professional school librarians, and not library assistants (Ritchie, 2009 ). There are no specialised requirements for school librarians beyond a library qualification.
The number of qualified librarians in Scottish schools rose from 70 before the Stimpson Report (Stimpson, 1976, p.27) to over 300 by 2002 (Knowles, 2002, p.174) . Scottish school librarians typically have a bachelorʼs degree in a subject area and a post-graduate qualification (diploma or Masterʼs) in Library and Information Science, Library Management, or an equivalent (Herring, 1998 (LISU, 2006) . A UK-wide survey on secondary school library staffing conducted in 2000 found that 36.6% of respondents were full or part-time chartered librarians, 17.6% were full or part-time teachers, and 3.6% were teacherlibrarians. Nearly half of those surveyed, 46.8%, fell into the category of "other", i.e. they were neither fully qualified as teachers nor librarians (Tilke, 2002, p.22) . Comparing this data with the figures from Scotland, it is reasonable to assume that most of those working should be doubly qualified in teaching and librarianship," and comments that the "trend towards dual qualification will continue and must be taken account of," (Library Association, 1977, p.15) . The debate eventually died down, with dual qualification becoming less popular, possibly because there are no monetary rewards for school librarians holding teaching qualifications, unlike in the US (Turriff, 2005) .
Schools Library Services
There is another, sometimes overlooked element of school librarianship. Across the UK, centralised schools library services provide professional services for nursery, primary, secondary, and special schools. These services are managed either by the education department or by the same department that runs public libraries in any given authority.
Although service provision varies, services offered by schools library services range from professional development courses for both teachers and school librarians, library lending and professional library advisory services (LISU, 2006) . The head of such services may be called the Principal Schools Librarian, the Head of the Education Resource Centre, amongst other titles. As primary schools in the UK typically do not have librarians, the schools library service is often the only professionally-staffed library service available to primary schools. Williams, Coles, and Wavell (2002) review much of the impact literature published in the US with an eye towards adapting a similar model in the UK, but they make no strong recommendations. They recommend that every primary school should have a full-time librarian, but "[a]s the situation stands, priority should be given to identifying appropriate models for: training for teachers in library management and resource integration within the curriculum" and "ensuring that all primary schools have the support of a Schools Library Service", and only then would it be "more appropriate to undertake the kind of longitudinal study of impact of primary library provision on learning, based on the implementation of appropriate standards" (Williams, Coles, & Wavell 2002, p5) . Williams and Wavell (2001) conducted a study of the non-curricular impact of school libraries, finding that teachers, librarians, and pupils have different ideas of how the school library makes an impact, however, all three groups believe it contributes to independence, motivation, and interpersonal skills. Through data collected via case studies, the researchers found evidence to support these perceptions. They recorded many instances of the school library impacting on the development of pupils in terms of independence, peer support, motivation and attitude, and progression of reading, study, and ICT skills.
Recent Research
Some research into the status of teachers has been published, and since teaching is also a professional job based on the values of serving and educating, this research should not be ignored. Hargreaves et al. (2007, p. 33) note that respondents agreed that a highstatus profession involves high pay, has the respect of clients, and enjoys positive media images, among other elements, but they did not afford their profession a high status.
Teachers in this study ranked themselves as having a status fourth from the bottom of a list of twelve occupations, just below police officers, but above librarians, social workers, and nurses (Hargreaves, et al., 2007, p.36 ). Somech and Drach-Zahavy comment that among teachers, job satisfaction strongly correlates to "extra-role behaviour", behaviour which is voluntary and goes beyond specified requirements of oneʼs job. The authors argue that when job definitions are ambiguous, specifically in times of change, organisations are more dependent on extra-role behaviour for successful change (Somech & Drach-Zahavy, 2000) .
School librarianship has been beleaguered by "a poor profile within the profession and low salary grades" (Knowles, 2002, p.179) . Indeed, poor funding for library resources and staffing remains a constant challenge to school libraries in the UK. Ofsted reports that the most effective school libraries are run by a full-time, professional librarian with support from a part-time library assistant (Ofsted, 2006, p.10) , but many schools do not have a librarian at all, let alone clerical support. The Chartered Institute for Library and Information Professionals (CILIP) recommend that each secondary school library contain 13 items per pupil for the 11-16 age range, and 17 items per pupil over the age of 16, as well as an average expenditure of £17 per secondary pupil per year on resources (CILIP, 2004, p.36) . This is nearly three times the mean expenditure of £6.62 per pupil UK-wide in 2002 (Maynard & Greenwood 2004) .
Gender gap
In the US, the Department for Professional Employees within the major labour union AFL-CIO, reports that in 2006, 84.2% of all librarians, 87.9% of all library assistants, and the "vast majority" of library technicians were women. In addition, the DPE, AFL-CIO reports that female librarians still earn less than male librarians with the same qualifications, both at the librarian level. This department also cites a 2006 survey of academic librarians in which, even when controlling for years of experience, men still earn over 5% more than women (Department for Professional Employees, AFL-CIO, 2007) . Another survey appearing in Library Journal reports a figure of 12% (Kuzyk, 2008) . These are still smaller discrepancies then the average across other occupations surveyed by the Census Bureau, in which men with Masterʼs Degrees earned 32% higher salaries than women with Masterʼs Degrees, and 29% higher in the category of men and women holding PhDs.
(Department for Professional Employees, AFL-CIO, 2006) . Unfortunately this means that both male and female librarians are paid less than workers in other jobs which require an advanced degree. Poynton and Lazenby comment that the way in which managers and female workers themselves often "refer to the skills used by women workers ... as natural attributes or "gifts", as personal qualities... rather than industrial or workplace skills" (Poynton & Lazenby, 1992 , p.7 in Korczynski, 2002 . This argument could explain why librarianship, predominantly a female occupation, typically commands salaries much lower than male-dominated occupations requiring a Masterʼs Degree (Department for Professional Employees, AFL-CIO, 2006).
Career
Attitudes towards oneʼs career, for the purposes of this study, include issues of career intent. The main purpose of the questions asked in this section of the survey will be to examine the perception, mentioned earlier, that school librarianship is a temporary position in which one is likely to get "stuck" if one does not move on after a couple of years. Some have commented that school librarianship is perceived as a job for new graduates, but that new school librarians would benefit strongly from a few years of work experience before taking up a post as a school librarian (see, amongst others, School Library Association, 1980, p.21; Stimpson, 1976, p.26 ).
Training
A topic heavily debated in the 1960s and 1970s was the issue of training for librarians.
Many authors called for a dual-qualification, demonstrating competency in teaching and in librarianship (amongst others, see School Library Association, 1961; and Dyer, Brown, & Goldstein, 1970) . Brewer argues that having a dual qualification ensures that school librarians are recognised and treated as professionals by both teaching staff and librarians (1981, p.251) , however Herring (1988, pp.13-14) poses a counter-argument that there is a danger in being seen as an extra teacher to the detriment of the library. Though this debate, and the idea of dual qualification itself, eventually died down in the UK, dual qualifications became the norm elsewhere. School librarians in Australia must hold dualqualifications to work in state schools (Tilke, 1998, p.11) and in the US, most states require a Master's degree and a classroom teaching certificate (Thomas & Perritt, 2003) though the exact requirements vary from state to state.
The role of professional bodies should not be overlooked. The American Library Association has lobbied heavily for years for states to require dual certification (Thomas and Perritt, 2003) , whereas current CILIP guidelines for secondary school libraries relegate all mention of expected qualifications for school librarians to a sample job description in an appendix (CILIP, 2004, p.95) . According to a survey of UK secondary school libraries staffing in 2000, 36.6% were full or part-time chartered librarians, 17.6%
were full or part-time teachers, and 3.6 were teacher-librarians. Nearly half of those surveyed, 46.8%, fell into the category of "other", i.e. they were neither fully qualified as teachers nor librarians (Tilke, 2002, p.22) .
Relationship with colleagues
Valentine and Nelson identify the perception of the school librarian within the school as a factor important to the use of the library (Valentine & Nelson, 1988, p.1, p.16, p.19, p.83) .
At least a dozen authors, over the past few decades, have made similar observations, and suggest ways of raising the status of the school library, the school librarian, or both, in service of increasing use of the library within the school. Studies have suggested that the support of a head teacher is critical to the development of a school library, particularly in terms of vision, planning, resources, and monitoring problems (Oberg, 2006, p.13) . Ofsted found in a survey that, "overwhelmingly, the most significant element in bringing about improvements was the commitment and support of effective head teachers," (Ofsted, 2006 , p.1). Turner, et al. (2007 , also comment that senior management is a major factor affecting the running of school libraries, and found that 27.2% of respondents disagreed (slightly or strongly) that senior management understand the way the library is run.
Role within the school
Extra-role behaviour as described by Somech and Drach-Zahavy (2000) , has also been promoted by many authors as important to raising the profile of the library within the school. Herring suggests that one of the first tasks performed by a new school librarian should be to establish his or her status in the school by being active outside the library, such as being seen in the staff rooms and attending staff meetings as often as teaching staff (Herring, 1982, p.73 ).
Job Satisfaction
Job satisfaction refers to "an employeeʼs positive affective state resulting from the assessment of oneʼs job experiences" (Liu & Ramsey, 2008 , referring to Locke, 1976 . Put another way, job satisfaction "relates to positive attitudes and beliefs towards several aspects of the job or the profession" (Somech & Drach-Zahavy, 2000 , referring to Organ, 1990 . A few theories of job satisfaction have become well established in the 20 th century, and an understanding of these theories is useful background when trying to understand current works on the workplace. Maslowʼs hierarchy of needs is a fundamental, widely accepted theory based on the idea that until basic physiological needs are met, higher levels of emotional and intellectual needs cannot be met (Wright & Race, 2004, p.134) .
The five levels of needs are broken down as follows, from lowest to highest: · Level 1 is physiological and includes food, water, shelter, etc.
· Level 2 is safety, including personal security and safety from physical threats to existence.
· Level 3 is the need to belong, i.e. being accepted in a group.
· Level 4 is self-esteem -including feeling positive about oneself and being recognised by others for oneʼs achievements in terms of rewards, status, or responsibility.
· Level 5 is self-actualisation, which means development of oneʼs capabilities enabling one to reach his or her full potential (Wright & Race, 2004, p.134) Maslow argued that satisfying the need for self-esteem leads to "feelings of selfconfidence, worth strength, capability and adequacy of being useful and necessary in the world," and that not satisfying these needs leads to "feelings of inferiority, of weakness, and of helplessness" (Maslow, 1943) . Essentially, feelings of encouragement and discouragement arise from how well these self-esteem needs are met, which is why this level of needs is particularly useful when exploring workplace issues such as job satisfaction. In Maslowʼs model, lack of rewards or recognition at work can damage or even prevent the development of oneʼs capabilities to the fullest potential.
Other scholars have since linked oneʼs performance on the job to oneʼs overall job satisfaction. Herzberg, building on Maslowʼs work, theorised that workers' performance could be managed based on a list of satisfiers and dissatisfiers (Herzberg, 1966 , 1968 , in Roberts & Rowley, 2004 . Satisfiers, or positive aspects which should be reinforced, include recognition, responsibility, achievement, satisfying work, and relations with colleagues. Dissatisfiers, or potentially negative aspects which should be improved, can include salary, job security, status, working conditions, or fringe benefits. These dissatisfiers have a great potential to provoke job dissatisfaction (Herzberg, Mausner & Snyderman, 1959 , in Tietjen & Myers, 1998 . Vroom has suggested that performance is linked to the probability that increased performance will lead to increased rewards, whether extrinsic, such as advancement or more money, or intrinsic, such as sense of achievement (Wright and Race, 2004, p.135) , and other research suggests specifically that extrinsic job satisfaction causes better job performance (Wanous, 1974) . Essentially, unless the chances of success and rewards are suitable, people may not be motivated to make an extra effort. In addition, the influence of social factors should not be ignored.
Research has indicated relationships between job satisfaction and a sense of belonging, which involves a sense of cohesion, a feeling of acceptance, and a perceived good fit between employees and others in the organisation (Lim, 2008) , as well as a relationship between socially-influenced self-esteem and job performance (Greenhaus and Badin, 1974) . Sierpe (1999) notes that status and rank have been positively correlated to job satisfaction among academic librarians. A recent survey conducted suggests that in the US, library employees, and school librarians in particular, have high levels of satisfaction with their jobs. 85.6 percent of the 3,095 library workers surveyed said that if they were to start over, they would choose a career in librarianship again, and among school librarians the figure is higher at 94 percent (Berry, 2007) . Plate and Stone, (1974, in Topper, 2008) in a libraryspecific study of job satisfaction, identified respondentsʼ satisfiers as: having decisionmaking power, autonomy, and participating in management. They identified additional dissatisfiers as: management policy and relations with colleagues.
Methodology
Survey
A survey in the form of a questionnaire was chosen as the best way to obtain a broad picture from a high number of respondents across the country. There were 30 survey questions, four of which were demographic in nature and one of which was an open comment field. The breakdown of the remaining questions by relevant theme is as follows:
• 5 questions about the librarianʼs relationships with colleagues
• 4 questions about the librarianʼs role within the school
• 5 questions about the librarianʼs own career plans,
• 4 questions about extra-role behaviour,
• 5 questions about training and qualifications, and
• 2 multi-faceted questions about satisfaction with several aspects of the job.
Survey questions were designed mostly as multiple choice questions with a small number of open questions inviting respondents to comment. The multiple-choice format of the questionnaire was chosen in order to limit the number of open-ended questions and make the questionnaire easier for respondents to fill out, as well as being a format with which most respondents would feel familiar. All responses were anonymous. Several questions were phrased as a statement with which respondents were asked to agree or disagree. In designing the survey questions, key issues that impact oneʼs status (both in general and library-specific) were first drawn from the literature, including practitionersʼ guidebooks, guidelines published by professional bodies, and recent research. The survey was conducted via the Web-based survey company SurveyMonkey, (2008) . The survey was piloted to two school librarians in Glasgow, in order to gain feedback on the wording and layout. The pilot librarians suggested that no changes be made, then the survey was made available publicly and kept open for four weeks.
Sample
The sample of respondents was neither random nor entirely selective. The sample goal was simply to reach as many school librarians as possible, within the timescale allocated to the project. There is no existing directory of school librarians in the UK, and contact information for school library services is not available on many council websites, so online There were 226 respondents, of which 221 (97.8%) completed the survey. Most respondents (75.6%) work in state-run secondary schools; the highest percentage who do not fit this profile (17.5%) are working in independent schools outside of Scotland. 138 respondents work in England, 77 respondents in Scotland, 4 in Wales and 1 in Northern Ireland. As may be expected, an overwhelming majority of respondents (93.2% UK-wide) are female, however there is a much higher percentage of male respondents in Scotland, 15.6%, compared to only 2.1% in the UK outwith Scotland.
Analysis of survey results
Survey categories
A review of the literature revealed that there are many variables which are likely to affect the school librarianʼs self-perceived status within the school. They were broken down into categories as follows: attitudes towards oneʼs career, oneʼs training and preparedness for the job, relationships with colleagues, role within the school, and job satisfaction.
Self-reported status
Respondents were asked to identify a role within the school which is equivalent in status to their own. Respondents were also asked whether they feel regarded as important members of staff and professional members of staff. These three questions represent the most direct assessment of oneʼs self-perceived status.
Respondents were asked to complete the statement "My position within the school is equivalent in status to:..." with the responses "Head of Department", "Teacher", "Junior/ Assistant Teacher", "Clerical Staff", and "Other (please specify)" with a comment field (n=223).
Respondents with high self-perceived status
48% of all respondents identified their status as equivalent to a head of department (n=108). Of those who give themselves high status, many report highly positive relationships within the school: 88% agree or strongly agree that they feel regarded as an important member of school staff, compared to 76% of all respondents, and 85% agree or strongly agree with the statement, "I feel I am regarded as a professional member of school staff," compared to 70% of all respondents. Among respondents in Scotland, 43% ranked their status as equal to Head of Department, however, a number of the those who chose "other" commented that they felt they had the status of a head of department, but not the pay.
Respondents with low self-perceived status
20% of all respondents identified their status as equivalent to clerical staff (n=45). This group fits the following profile. They are:
• less likely to feel part of the library community
• less likely to report that they would choose to be a school librarian, given a chance to start over 
Status and extra-role behaviour
The group of respondents who identify their status as equivalent to a head of department (n=108) seem to be the busiest: the factor most likely to have the greatest positive impact on their job would be the reduction of workload and hiring of additional staff, 26%
compared to 15% of all respondents. One reason they are so busy could be the extra-role behaviour:
• 54% respondents in this group have organised and/or taught in-service workshops for teaching staff, compared to 43% of all respondents;
• 70% report that they are always invited to in-service days and workshops, compared to 56% of all respondents; and
• 84% serve or have served on committees within the school, compared to 72% of all respondents.
Those who identified their status as equivalent to clerical staff (n=45) are less likely to participate in extra-role behaviour:
• 66% have not, and have no plans to organise and/or teach in-service workshops for teaching staff, compared to 35% of all respondents; (see • 58% have not served on committees within the school, compared with 28% of all respondents;
• 16% report they are never invited to in-service days and staff workshops, compared to 5% of all respondents.
69% of this group also disagree or strongly disagree with the statement "I feel I am regarded as a professional member of school staff," (compared to 30% of all respondents), but only 50% report holding a CILIP-accredited qualification (compared to 78% of all respondents), so half of those who do not feel regarded as a professional member of school staff are not actually professional librarians. Respondents were asked to register their agreement, strong agreement, disagreement, or strong disagreement with the statement: "I feel I am regarded as an important member of school staff," (n=220). 75% of respondents agree or strongly agree, and 25% disagree or strongly disagree.
Respondents were asked to register their agreement, strong agreement, disagreement, or strong disagreement with the statement: "I feel I am regarded as a professional member of school staff," (n=223). Across the UK, 70% of respondents agree or strongly agree, and 30% of respondents disagree or strongly disagree.
The respondents who either disagree or strongly disagree with both of the previous statements (n=49), report much lower rates of job satisfaction: 60% report being either dissatisfied or very dissatisfied with the job overall, compared to 16% of all respondents.
47% identify their role as equal to clerical staff, compared to 20% of all respondents, and only 20% equate their role with that of a head of department, compared to 48% of all respondents.
Support from management
Respondents were asked to register their agreement, strong agreement, disagreement, or strong disagreement with the statement: "My supervisor is supportive of the library," (n=223). 78% of respondents agree or strongly agree, 11% disagree or strongly disagree, and the remaining 11% chose "neutral / donʼt know". Those who report negative feelings about their management also report more negative feelings about their status and the job overall. Of those who report that they disagree or strongly disagree with the statement, "my supervisor is supportive of the library," (n=24), 42% identify their status as equivalent to clerical staff, compared to 20% of all respondents, 37% plan on leaving the job within two years, compared to 14% of all respondents, and 75% disagree or strongly disagree with the statement, "I feel I am regarded as an important member of staff,"
compared to 25% of all respondents. This group also is much less likely to agree that teachers are supportive of the library supporting the sentiment in the third comment above.
52% of this group either agree or strongly agree with the statement, "teachers in my school
are supportive of the library," compared to 77% of all respondents.
Of those who chose "greater appreciation of my job by my supervisor, Senior Management
Team, or the Head Teacher" as the factor which would have the greatest positive impact on the job (n=25):
• 58% believe that school librarians are respected less than other librarians compared to 43% of all respondents;
• 71% either disagree or strongly disagree that they feel regarded as important members of school staff, compared to 24% of all respondents;
• 76% either disagree or strongly disagree that they feel regarded as professional members of staff compared to 30% of all respondents;
• 44% disagree or strongly disagree that their supervisor is supportive of the library, compared to 11% of all respondents; and • 50% are dissatisfied or very dissatisfied with the job overall, compared to 16% of all respondents.
Job dissatisfaction
The results indicate that job dissatisfaction is a key indicator of self-perceived status. For those who report being either dissatisfied or very dissatisfied with the job overall (n=36), the following responses are significant:
• 40% compared their status to that of clerical staff, compared to 20% of all respondents;
• 83% disagree or strongly disagree with the statement, "I feel I am regarded as an important member of school staff," compared to 24% of all respondents;
• 90% disagree or strongly disagree with the statement, "I feel I am regarded as a professional member of school staff," compared to 30% of all respondents;
• 72% report that they think school librarians are respected less than other librarians, compared to 43% of all respondents
• 33% report that greater appreciation of the role by supervisors, the head teacher, or members of the senior management team would have the greatest positive impact on their jobs, compared to 11% of all respondents;
• 36% intend to leave within two years compared to 14% of all respondents.
Perhaps unsurprisingly, 41% of this group reported that they would not become a librarian at all, given the chance to start over, compared to 27% of all respondents;
Job satisfaction, on the other hand, appears not to be a strong indicator of self-perceived status. Of those who were satisfied or very satisfied with the job overall across the UK (n=186), 53% identify their status as equivalent to a head of department, compared to 48% of all respondents. Of those who perceive themselves to be equivalent to heads of department, 31% are "very satisfied" with their jobs, and only 1% are "very dissatisfied".
Career
27% (n=59) of respondents reported that, given the chance to start over, they would not be a librarian at all. This group, surprisingly, still report strong positive feelings about relationships with colleagues, their status, and overall job satisfaction:
• 43% report having the same status as a head of department, compared to 48% of all respondents;
• 72% agree or strongly agree that they feel regarded as an important member of staff, compared to 76% of all respondents; and
• 76% report being satisfied or very satisfied with the job overall, compared to 84% of all respondents.
Support from professional bodies
Respondents were asked to respond to the statement: "I feel that I am a member of:..."
with the responses "the school community", "the library community", "both", and "neither" (n=224). Most respondents (57%) feel they are members in both the school and in the library communities, and 35% of respondents reported feeling membership in the school community alone. A small percentage of UK respondents feel they are only members of the library community, and 4% (9 respondents) feel that they are not a member in either community.
In response to the statement "I feel that I am a member of: the school community, the library community, both, or neither...", 39% of respondents indicated that they do not feel that they are members of the library community (by answering "the school community" or "neither") (n=89). 50% of respondents in this group believe that school librarians are respected less than other librarians, compared to 43% of all respondents. This group reports taking part in fewer extra-role professional behaviours: 34% of this group has organised and/or taught in-service workshops for teaching staff, compared to 43% of all respondents, and 77% of this group have participated in continuing professional development (CPD) within the last year, compared to 84% of all respondents. In addition, this group is less satisfied in terms of the job overall: 26% are dissatisfied or very dissatisfied with the job overall, compared to 18% of all respondents.
Pay
Of all the factors presented, pay had the lowest satisfaction rating (57% dissatisfied or very dissatisfied, n=224). A couple of respondents complained about low pay in their general comments:
I get less pay than in 1984! My budget is a sixth of the budget I had in 1984.
Local authorities should pay professionally qualified people the recommended pay. All in all I am ashamed to work for a local authority and wish I had gone to the private sector to work. Job evaluation has taken 4 years and has had a very unsatisfactory outcome for school librarians. The job is fun but hard work which is ok. when children ask "do you get paid"? This is a bit depressing
-A librarian in England who declined to report qualifications
One thing that I do feel is unfair is the pay -particularly it being on a pro-rata basis (not being paid for the holidays).
-Qualified librarian in England
Low pay, however, appears not to affect oneʼs self-perceived status, possibly because low pay is common among school librarians, with around two-thirds of councils in Scotland paying £24,500 or less, (Ritchie, 2009 ) so it is accepted as a given. Male respondents (n=15), were more likely to cite improved pay (27%) as the factor which would have the most significant positive impact on their job. This compares to 11% of female respondents (n=206), who were twice as likely (22%) to choose a bigger library budget as the preferred change.
Training
As with pay, so many respondents reported inadequacies in their training, that it does not appear to be linked with oneʼs self-perceived status, or job satisfaction, as long as one has a library qualification. Those who have no CILIP-accredited library qualifications suffer from the lowest status and lowest levels of satisfaction. Those who responded to the question, "my highest qualification relevant to this job is:..." with "in a discipline not related to library and information science" will hereafter be referred to as non-qualified, and make up 22% of total respondents (n=45). Non-qualified respondents are twice as likely to identify themselves as equivalent in status to clerical staff (44%) as they are to identify as a head of department (22%). Among all respondents, these figures are 20% and 48%, respectively. This group also does not feel regarded as professional members of school staff, though without professional qualifications, this is unsurprising. 47% of this group disagree or strongly disagree with the statement, "I feel I am regarded as a professional member of school staff," compared to 30% of all respondents.
Only 4.5% of those without qualifications (n=2) report being in Scotland; this speaks to the significant differences in school librarianship in Scotland compared to the rest of the UK.
The non-qualified respondents in Scotland do not work for the two councils who make a practice of hiring library assistants instead of professional librarians. One hopes this is an aberration, and not a sign of a future trend in hiring, as Scotlandʼs record on hiring professional librarians to staff school libraries is customary, not statutory.
Discussion
Differences in responses from Scotland
The data collected from respondents in Scotland differs from data collected from respondents in the rest of the UK. The single biggest difference is that 97% of respondents 
Factors which are greater indicators of self-perceived status:
Support from management
The lack of support from oneʼs supervisor appears to be a very significant factor which affects oneʼs self-perceived status. Lack of support from management sets an example for teachers to follow, and determines which aspects of the school are to be treated as important. A few respondents commented that their senior management teams were ignorant of the value and function of their positions, which can be disastrous for the library given there are no national requirements for provision.
Several respondents commented on the challenges they face regarding management.
Many expressed their frustration with the attitudes of senior management in the comments:
I love my job and I love working with teenagers but my problem here is that no matter how many times I ask for this to be changed, my line manager, and therefore the person who does my Personal Review, is the Business Manager. This means that he's never been a teacher and knows very little about teaching and even less about running a School Library!
-Qualified librarian in England
The success of the school library is definitely dependent upon the support (or lack of) from senior management teams. Unfortunately at this school, the library is very low priority for the SMT. This makes promoting the library hard work as teachers take their lead from SMT. There is definitely a need to promote the qualifications and skills that librarians have to rid teaching staff of their perceptions that librarians are not professionals and only stamp books.
-Qualified librarian in Scotland
I have enjoyed the job until recently -we have had several changes of Senior Management, including the Heads and Deputies, over the past 5 years and the ethos of the school has changed considerably. The present Head has an MBA and runs the school like a business -this has lead to a lot of frustration both for me and many teaching colleagues. Many teachers here do not seem to know what information skills is all about, yet they complain about plagiarism. In the past I have volunteered to do an inset presentation, but been turned down because other topics were deemed more important. I still struggle to fit my induction sessions with the new boys into the timetable. Sorry to sound moany, but after 20 years I feel I ought to have made more progress with colleagues -but it's like re-inventing the wheel every year...
-Qualified librarian in England
As these comments make clear, some respondents feel senior management is at best, ignorant of them and their role, and at worst, dismisses them as being unimportant. These attitudes towards school libraries, when exhibited by senior management, can become school policy, and business-minded senior management teams can change the ethos of the school in just a few short years. Clearly this is a fertile area for future research.
Role within the school and extra role behaviour
Oneʼs role within the school and extra-role behaviour appear to be linked to self-perceived status, though most likely as an symptom of low status rather than as a cause. Those with low status are less likely to offer training to teachers and are less likely to be invited to staff workshops. Particularly within authorities which systematically hire non-qualified personnel to staff the school library, it is possible that those who have a low status within the school are not encouraged or even allowed to offer such training; one respondent left a comment to this effect.
Factors which are lesser indicators of self-perceived status
Career attitudes and pay
One of the perceptions explored by this study is that school librarianship is a job to be left after a couple of years or else risk getting stuck. In other words, one may be unhappy in a job but will not change jobs, perhaps because one feels unable to do so. A qualified librarian in Moray, Scotland commented that going back to work in a public library was "pretty difficult in my authority if you have been a school librarian at all". Another respondent commented that the lack of mobility in school librarianship was one factor causing a career change away from librarianship entirely:
Having worked for a few councils I know I work for a pretty good one and I have a half-decent budget if you compare it with the rest of the country... I am leaving next month to do a PGDE. School Librarianship is hard to make into a career with the lack of respect that is given to the position (not me personally), the lack of promotion or even interesting sideways moves... I would like to think that my change of career is based solely on the pull of becoming a teacher rather than the push of wanting out of School Librarianship, but I'm finding it harder and harder to convince myself of that. 
-Qualified librarian in Scotland
-Qualified librarian in England
This comment reflects the discrepancy in pay suffered by librarians compared to other fields which require similar qualifications. Though this discrepancy is well-documented in the US, this is not the case in the UK. Unfortunately, there is no research on UK school librarian job satisfaction, nor is there work on the career or job-related attitudes of school librarians in the UK, therefore the amount of speculation possible when attempting to analyse these responses is infinitely greater than the amount of existing data. Though some commented that school librarianship is a dead-end career, even those who reported that they would not become school librarians again if given the choice report high levels of satisfaction and status. Future research into the vocational attributes of librarianship, i.e.
the sense of having "a calling" would no doubt be beneficial.
Professional issues
Oneʼs immediate work environment and relationships with colleagues have a much greater impact than professional support on oneʼs self-perceived status, however, feeling alienated from the library community could have a negative impact on oneʼs professional duties and professional development. It is revealing that 50% of those who identify as equivalent to clerical staff are not qualified librarians (compared to 22% of all respondents) which suggests that perhaps the low status of the job has nothing to do with the perceptions or abilities of these respondents individually, but is systematic in schools and local authorities which do not value the role of the school librarian enough to hire a qualified librarian.
Some respondents commented specifically on frustrations they have with CILIP and CILIPS.
I feel supported by line manager and senior leadership team. I feel valued by SLA but let down by CILIP with regard to supporting/pressurising for professional pay structure. I feel I am luckier than some school librarians I have spoken to. -Qualified librarian in England I think school librarianship is a dead-end career. Once in it is VERY difficult to move on especially in an isolated area like this. We were at one time excluded from applying for promoted posts in the public library as we had been out of the public library for too long. We took out a grievance but the public library was backed up by CILIPS so no support from our professional body. Terrible! -Qualified librarian in Scotland
One respondent questioned the value of CILIP chartership in light of diminishing local requirements, the source of frustration in this case being the local authority.
Glasgow school librarians have recently been part of a workforce pay and benefits review which looked at all jobs in the council and allocated them to a role profile (instead of a job description) and the equivalent place on the salary scale. Our allocation was based on a 22 year old job description and we were assigned to a role profile which is totally inadequate for a school librarian in the 21st century. No account was taken of any work which librarians had been performing beyond their old job description. No account was taken of national reports on the role of school librarians and school library resource centres in education. No account was taken of existing Council policy as informed by the conclusions of these reports. No account was taken of the expectations of the HMIe inspections of school libraries.
.. An unforeseen (?) consequence of this allocation is that school librarians in Glasgow are no longer required to be chartered, or even be members of CILIPs. I can no longer see any point in paying a rather large subscription fee to an organisation which Glasgow City Council obviously regards with a fair degree of contempt. -Qualified librarian in Scotland
Training
Training appears to be less important to oneʼs self-perceived status among qualified librarians. So many respondents believe their training was inadequate preparation for the job, and yet reported high levels of status, that no relationship between the two can be assumed. A major factor impacting status outside of Scotland appears to be the practice of hiring non-qualified librarians. Though inadequacies in oneʼs training for qualifications seem not to have a great impact on oneʼs self-ranked status, those who lack a CILIPaccredited qualification are less likely to participate in extra-role behaviour, have more dissatisfaction with their jobs, and are more likely to feel they lack the support of their colleagues.
The training of school librarians has changed over the years. Of the respondents reporting that their library training included lectures or modules on childrenʼs literature or school librarianship, (n=177) 41% have been in their current jobs for 11 years or more and 50%
hold a CILIP-accredited Bachelorʼs Degree, which has been discontinued at many CILIPaccredited universities today. This suggests that those who trained in the 1970s-1990s
were more likely to receive specialised training than those training today. Do school librarians wish for more specialised training? 60% of respondents across the UK disagree or strongly disagree with the statement, "my library training prepared me to be a school librarian," (n=180). 78 respondents left comments elaborating on how well their training prepared them for school librarianship, most of which focused on deficiencies they 
-Qualified librarian in Scotland
I think some basic teacher training would be useful to many librarians -school librarians obviously, but any librarian that has to deal with young people or train users. How to successfully deal with young people has been the steepest learning curve for me in the post so far.
The most useful training for school librarianship would be some element of teacher training on how to work with children as I had to teach myself the best way to deliver information skills classes, the best way to incorporate differentiated learning tools and tactics for behaviour etc that librarianship doesn't cover and shouldn't be expected to. -Qualified librarian in Scotland I feel that there should be more training on student behaviour management, which was not even touched. School Librarians should receive the same training as teachers.
-Qualified librarian in England
One respondent explicitly stated that specialised modules would not have been a high priority, because training is ongoing:
My course did not prepare me to work as a school librarian -nor did I particularly need it to. It gave me a background knowledge of traditional library procedures/standards and greatly increased my IT skills. I would not have appreciated specific modules related to children's literature and would not have taken them if they had been on offer, preferring instead to concentrate on IT and core library management issues. My employment since has prepared me -CPD is ongoing.
One respondent reported training that was dismissive of school librarianship:
School librarianship was not mentioned at all during my postgraduate qualification -when it was alluded to, it was in negative terms -a post you do immediately after you qualify, but then you move on within 2 years to a "better position" -Qualified librarian in Scotland
Clearly there is a desire for more specialised training in behaviour management and even in basic user education, as many school librarians teach information skills. As CILIP- Dual-qualification is not feasible when the difference in pay between the two qualifications is so great. If school librarians were also qualified as teachers, it might be tempting to leave librarianship and earn a much higher pay, with a much higher ceiling, as a teacher, especially if one is of the 66% of UK respondents (n=224) who reported that they took their current jobs because they wanted to work with children.
Job satisfaction
Job satisfaction may be a consequence of low self-perceived status, rather than an indicator. Those who rank themselves low in the hierarchy have much higher levels of dissatisfaction in the job overall. As the level of respect from oneʼs supervisor and management appears to be a key factor in oneʼs self-perceived status, it is possible that the level of respect from oneʼs supervisor also influences job satisfaction. Job satisfaction is still an important factor to monitor as research supports the possibility that those who perceive themselves to have low status are less willing to perform tasks which are not part of oneʼs job description, particularly if oneʼs pay is low and the chance of appreciation by oneʼs colleagues and supervisors is minimal (see Lim, 2008; Wright and Race, 2004, p. 135; Wanous, 1974; and Greenhaus and Badin, 1974) .
Conclusions
The main question asked by this study is: what is the self-perceived status of school librarians in the UK? The hypotheses for this research were:
In order to investigate these hypotheses, this study broke down the survey questions into the areas of career, training, relationships with oneʼs colleagues, role within the school/ extra role behaviour and job satisfaction.
At the end of this study, the data suggest that:
• school librarians are satisfied with their jobs;
• if given the chance, many school librarians would choose a different career;
• school librarians do feel respected by their supervisors;
• school librarians are not isolated from their school communities and from the library community as a whole.
Three of the hypotheses can be rejected, and two accepted. Though this picture of school librarianship is generally positive, further research into the perceptions held by school management towards the library and also research into the training of school librarians would potentially have a great benefit to the field as a whole.
Most respondents reported levels of self-perceived status on par with heads of department, along with many other positive feelings toward their jobs. These respondents fit the following profile: they believe that teachers and their supervisors support the library, they always felt welcome in the staff rooms, they feel regarded as both an important and a professional member of staff, and they are satisfied with their jobs. They also believe that they are respected as much as other types of librarians and feel like members of both the school and the library communities. This is a very positive picture of school librarianship, however there are those whose working lives are not so fulfilled. Those who identify themselves as having a low status within the school are less likely to offer workshops for teachers, are more likely to report that school librarians as a whole are respected less than other librarians, are less likely to feel supported by management and colleagues, and are less likely to feel regarded as important or professional members of staff. They are also less likely to be satisfied in their jobs.
The lack of support from oneʼs supervisor appears to be a very significant factor which affects oneʼs self-perceived status. Lack of support from management sets an example for teachers to follow, and determines which aspects of the school are to be treated as Until we can state categorically that an organisation without a CILIP member is less effective and viable than one with a CILIP member, we will continue to battle in other ways to have our real value appropriately recognised and rewarded.
The then-president of ALA, in a speech to the New England Library Association, comments:
As ALAʼs president, it is my job to lead our Association in dealing with a variety of issues. As chief spokesperson for ALA and its 64,000 members, I
speak out on all of these. But I have chosen to focus on a major new initiative -the Campaign for Americaʼs Librarians, an intensive effort to advocate better salaries and pay equity for all library workers in all types of librariespublic, university, school, and special.
The difference in tone between ALA statements and CILIP statements is not an isolated case. CILIP is seen by some as passive, not taking the lead in matters of advocacy (Owen, 2009 
Appendix: Full text of survey
Below is the full text of the questionnaire, distributed via SurveyMonkey.com (2008) .
This survey is intended for school librarians in the UK as part of an MSc dissertation at the University of Strathclyde. 
